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Abstract 
The prerequisite for continuum organizational change and evolution in today’s dynamic and ever changing 
environments is the presence of intuitive, strategic or in a more clear sense, transformational leaders. Because of the 
increasing attention to the leadership factor in creating organizational evolution in the world, and considering its role 
in organizational learning, this research attempts to examine the mutual relation between transformational leadership 
and organizational learning through correlation research method. With this goal, 120 SAIPA Co. expert staff was 
randomly selected. Research data after collection using the research questionnaire were analyzed using the Pearson 
Correlation method, T Test for independent groups, one way variance analysis and systematic regression. Obtained 
results show that based on SAIPA experts’ opinions, the current condition of transformational leadership and 
organizational learning is relatively desirable in the aforementioned company. On the other hand, work experience 
does not create a difference in organizational learning, but gender and education create difference in risk receptivity, 
exploring reasons for mistake, and taking advantage of experiences and risk receptivity components respectively. In 
addition, a positive and meaningful relation exists between the components of transformational leadership and 
organizational learning. Finally, idealized influence (behavior) as one of the dimensions of transformational 
leadership is the most important predictor  of organizational learning. 
 
© 2011 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of  Dr. Zafer Bekirogullari of Cognitive – 
Counselling, Research & Conference Services C-crcs. 
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1. Introduction  
The 21st century is characterized by significant changes in the business environment. Organizations 
are faced with a turbulent environment and they need to transform themselves to be able to confront the 
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changing needs of the new environment, more demanding customers, and smarter workers, anticipating 
ability to changes, accelerating the development of new products, processes and services. 
Competitiveness, thus, can no longer continue with traditional management approaches that too, lead to 
change in organizational setting and leadership. Several changes in the external and internal environment 
of an organization act as a driver for transformation (Singh, 2005). The expectations of today’s workers 
are also undergoing significant changes. Employees need skills to be more creative and technically 
competent to be able to work with new technologies. Therefore, leaders have to attract and motivate; 
reward, recognize and retain; train, educate and improve performance of these workers. Leaders must 
cater to the changing needs and expectations of the workers, therefore leading to the evolution of learning 
organization (Singh, 2008). To date, there is limited systematic research directly linking leadership and 
learning. A few such studies have used learning variables as outcomes to common measures of 
leadership, such as transformational leadership (Amitay, Popper, and Lipshitz, 2005), or examined 
leadership roles in learning in certain settings. Other authors have focused on the coaching of leaders to 
achieve organizational learning (Senge, 1990 cited in Berson and et al, 2006). 
The next section deals with the review of literature on the concepts of transformational leadership, 
learning organization, job satisfaction and the possibility of linkage among them. Methodology follows 
and discusses the analytical framework. The concluding section concludes the findings of the study. 
2. Literature review  
2.1. Transformational leadership 
Burns (1978) has defined leadership as a reciprocal process whereby persons with certain motives and 
values mobilize people to realize goals with the use of various economic, political and other resources. 
(Yukl, 2002 cited in Singh,2008). In 1985, Bernard Bass presented a formal theory for transformational 
leadership. Since that time, Bass and others have created models and measurements to assess 
transformational leadership and its impact on a variety of performance factors (Bass, 1990 and Avolio, 
1995 cited in Ash, 1997).  
Podsakoff et al. (1982) concluded that performance-contingent reward behavior affected subordinates’ 
performance significantly. When leaders provided rewards contingent upon performance, subordinates’ 
expressed satisfaction with their work, supervisor, and advancement opportunities. Transformational 
leaders go beyond rewards. They create and communicate a vision, empower employees to perform 
beyond expectation (Bass and Avolio, 1994 cited in Singh, 2008). Transformational leadership lies in the 
leader’s ability to inspire trust, loyalty, and admiration in followers, who then subordinate their individual 
interests to the interests of the group (Zagorsek, Demovski and Skerlvaj, 2009). Such leaders provide 
personal attention, promote development through individualized consideration, enable new ways of 
working, encourage novel problem-VROYLQJ DQG SURYLGH FRDFKLQJ DQG HQFRXUDJHPHQW RI VSHFL¿F
behaviors in workers through intellectual stimulation (Sashkin and Rosenbach, 1993; Bass, 1999 cited in 
Nielsen and et al., 2009). A number of studies have reported strong associations between transformational 
leadership style and organizational health such as increased job satisfaction (Podsakoff et al., 1990; 
Morrison et al., 1997; Shieh et al., 2001; Bono and Judge, 2003; Berson and Linton, 2005). We examine 
dimensions of transformational leadership according to Bernard Bass model (1997), as an idealized 
influence, intellectual stimulation, inspirational motivation, individual consideration, then we examine the 
relationship between dimensions of transformational leadership and organizational learning. 
2.2. Organizational learning 
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Senge (1990) popularized the concept of the learning organization. He defined a learning organization 
as all individuals in the organization working together to learn, to solve problems, and to create 
innovative solutions. Watkins and Marsick (1993) contended, “Alearning organization is one that learns 
continuously and transforms itself”, and the learning occurs at all levels, such as individual, team, 
organization, and community (Yen Hsu, 2009). Organizational learning is generally defined in terms of 
such distinct processes as “individual change” and “sustainable competitive advantage” (De Geus, 1988; 
Simon, 1991; Weick, 1991 cited in Berson, 2006). Daft andHuber (1987), explaining organizational 
learning from systemic-structural standpoint, emphasize that organization must develop internal 
mechanisms to distribute and interpret information, and emphasize on the origin of systemic 
organizational learning (Walsh andUngson, 1991 cited in BalvoÏi}tÙ, 2003). The organizational learning 
process is critically dependent on a workplace culture that encourages staff members, at all levels of the 
organization, to share ideas and insights (Castiglion, 2006). The factors of organizational learning that 
examine in this study  are commitment and responsibility, risk, organizational development, interpersonal 
interaction, taking advantage of experiences, customer orientation, the discovery of the wrong reason, 
efficient organizational structure(Mirkamali,2005). 
2.3. Job satisfaction  
Resulting from a study of the attitudes of employees Herzberg et al. (1959) found two distinct sets of 
factors influencing emSOR\HH H[SHULHQFH 7KH ¿UVW VHW LV FRQQHFWHGZLWK IHHOLQJV RI VDWLVIDFWLRQ LQ WKH
ZRUNHUZKLFK+HU]EHUJWHUPHGµPRWLYDWRUV¶7KHVHPRWLYDWRUVZHUHUHODWHGWRMREFRQWHQWZHUHLQWULQVLF
to the job itself and included recognition, achievement, possibility of growth, advancement, 
responsibility, and the work itself. These factors, if present, serve to motivate the individual to superior 
HIIRUW DQG SHUIRUPDQFH 7KH VHFRQG VHW RI IDFWRUV +HU]EHUJ HW DO WHUPHG µK\JLHQH IDFWRUV¶ DQG ZHUH
factors related to feelings of dissatisfaction within the employees studied. These were related to the job 
context and the environment in which the job was undertaken and were extrinsic to the job itself. These 
factors included salary, interpersonal relations, supervision, company policy, and administration and 
working conditions. +HU]EHUJ¶V WZR-factor theory of job characteristics has been one of the most 
LPSRUWDQW LQÀXHQFHV XSRQ SUDFWLFDO DWWHPSWV WRPRWLYDWH HPSOR\HHV7KHUHIRUH/RFNH PRGL¿HV
+HU]EHUJ¶VWKHRU\WRRIIHU an adjusted view of job satisfaction/dissatisfaction (Parsons and Broadbridge, 
2006).  Locke (1976) contended that job satisfaction is “a pleasurable or positive emotional state, 
UHVXOWLQJIURPWKHDSSUDLVDORIRQH¶VMREH[SHULHQFH”. Moreover, job satisfaction can be used as a broad 
DVVHVVPHQWRI³DQHPSOR\HH¶VDWWLWXGHVRIRYHUDOODFFHSWDQFHFRQWHQWPHQWDQGHQMR\PHQWLQWKHLUZRUN´
In general, job satisfaction has been defined and measured both as a global feeling about the job and as a 
concept with various dimensions or facets (Locke, 1969; Scarpello and Campbell, 1983; Spector, 1997 
cited in Yen-Hsu, 2009).  
2.4. Link between transformational leadership and job satisfaction on organizational learning 
Transformational leadership plays an important part in fostering and stimulating organizational 
leadership, knowledge creation and knowledge application in organizations (Ash, 1997).  
Transformational leaders have an interactive vision and pay maximum attention to effective 
communication and value sharing (Adair, 1990), and encouraging an appropriate environment for 
innovative teams (Tushman and Nadler, 1986). Leaders have a strong influence on the acquisition and 
distribution of information. In addition, they support collective processes of organizational learning, 
reciprocal trust between organization members and leaders (Scott and Bruce, 1994), and favorable 
attitudes toward proactivity, risk and creativity. All of these features together, enable a better 
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understanding of the strong relationships between transformational leadership and factors positively 
influencing organizational learning (Kanter, 1983 cited in Morales, 2008). 
Transformational leaders encourage the expression of different views and ideas. They act as catalysts, 
speeding up knowledge acquisition and distribution. By allowing the expression of different views and 
ideas, by challenging old assumptions and beliefs, and by stimulating new perspectives they too, enhance 
the process of information interpretation. On the other hand, transformational leaders may facilitate the 
cognitive and behavioral changes in organizational members resulting from previous phases of 
organizational learning (Zagoršek, Dimovski and Škerlavaj, 2009). Rowden (2002) in his study that 
measures the extent of workplace learning in small to midsize businesses, delineates the level of job 
satisfaction in these businesses, and examines the relationship between workplace learning and job 
satisfaction.Xiaohui (2005) concludes that there are positive inter-relationships among organizational 
learning culture, job satisfaction, and organizational commitment; specifically, organizational learning 
culture serves as a predictor for the other two constructs, and job satisfaction serves as a mediator 
between the other two constructs (Xiahui, 2005). In addition, Chang (1994) showed that operation of 
learning organizations has a significantly positive effect on employee job satisfaction (Chang, 1994). 
3. Methods 
3.1. Sample and Data Collection 
The sample group in the present research is all administrative experts (Bachelor and higher degrees) of 
an automotive manufacturing company, which in this research, among them 120 individuals were selected 
based on simple random sampling as statistical sample members. Finally, 120 questionnaires were 
distributed, which 110 of them were returned. 
Considering that the purpose of this research was researching the role of transformational leadership in 
organizational learning and job satisfaction, the type of research based on its objectives, was applied, and 
the research utilized the correlation method. 
3.2. Transformational Leadership Questionnaire 
For the measurement of leadership styles, the study uses the Multifactor Leadership Questionnaire 
(MLQ), which is one of the most widely used and tested measures of transformational leadership (Singh, 
2008). The MLQ 5x is a recent version of the scale which has been in development for nearly 20 years 
and used extensively to measure leadership practices, particularly transformational leadership. The four 
subscales(Idealized influence (attributed), Idealized influence (behavioral), Inspirational motivation, 
Intellectual stimulation, Individual consideration) that measure transformational leadership were extracted 
from the MLQ, and a composite transformational leadership score was computed from those items 
(Carless, 1998). The 20 items represented by these subscales employ a five-point scale ranging from 
“rarely or never” (= 0) to “very frequently, if not always” (= 4) (Bass and Avolio, 2000 Cited in 
Trautmann and et al,2006). In this study, the scale achieved 0.73 in reliability analysis. 
3.3. Organizational learning questionnaire 
The organizational learning questionnaire comprised eight factors with 30 questions. Kazemi (2006) 
designed this questionnaire, with the reliability of 0.78. The factors of this questionnaire include 
commitment and responsibility, risk, organizational development, inter-personal interaction, taking 
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advantage of experiences, customer orientation, and discovery of wrong reasons, collectively measure 
organizational learning. 
3.4. Job satisfaction questionnaire 
Herzberg’s (1959) questionnaire comprised five dimensions: nature of work, growth, recognition, 
success and responsibility, which consisted of 20 questions. However, Herzberg’s tool had two sections: 
Motivational factor (satisfactory), and health factors. However, only the first section was dealt with in this 
study. Out unit of measure was Likert’s spectrum, which in this research, appeared with a 0.81 reliability. 
4. Findings 
Table 1. Mean and standard deviation scores for transformational leadership dimensions 
 
Item N Mean Std. Deviation 
Idealized influence (attributed) 110 3.40 0.775 
Idealized influence (behavioral) 110 3.71 0.769 
Inspirational motivation 110 3.78 0.518 
Intellectual stimulation 110 3.27 0.705 
Individual consideration 110 3.37 0.781 
Transformational leadership 110 3.50 0.585 
 
According to table 1, the highest mean is related to inspiration motivation with the value of 3.78, 
followed with little difference by idealized influence (behavioral) 3.71, idealized influence (attributed) 
3.40, individual consideration 3.37, and intellectual stimulation 3.27, respectively. Finally, the overall 
mean of transformational leadership was 3.50. It is evident that all transformational leadership factors and 
transformational leadership stand higher than average. 
 
 Table 2. Mean and standard deviation scores for organizational learning dimensions 
Item N Mean Std. Deviation 
Commitment and responsibility 110 3.939 0.761 
Risk 110 3.875 0.785 
Organizational development 110 3.879 0.601 
Interpersonal  interaction 110 3.878 0.672 
Taking advantage of experiences 110 3.740 0.571 
Customer orientation 110 3.727 0.611 
The discovery of the wrong reasons 110 3.748 0.766 
Efficient organizational structure 110 3.563 0.619 
Organizational learning (Total) 110 3.794 0.599 
144  Seyyed Mohammad Mirkamali et al. / Procedia - Social and Behavioral Sciences 29 (2011) 139 – 148
 
According to table 2, the highest mean was related to commitment and responsibility with the value 
of 3.939, followed with little difference by 3.879, interpersonal interaction 3.878, risk 3.875, and 
discovery of wrong reasons 3.748, taking advantage of experiences 3.740, customer orientation 3.727, 
and efficient organizational structure 3.563 respectively. Finally, overall organizational mean was 3.749. 
It is evident that organizational learning factors and organizational learning total stand higher than mean 
value. 
 
Table 2. Mean and standard deviation scores for job satisfaction dimensions 
 
Item N Mean Std. deviation 
Nature of work 110 2.7689 0.59537 
Individual growth 110 2.6667 0.72488 
Recognition 110 2.4622 0.84727 
Achievement 110 2.4963 0.63811 
Responsibility 110 2.7630 0.56238 
Job satisfaction 110 2.5852 0.53255 
 
4.1. Relationship between the Variables 
Table 4. Correlation of the dimensions of Transformational Leadership and Learning Organization 
 
ITEM OL1 OL2 OL3 OL4 OL5 OL6 OL7 OL8 Organizational learning 
Idealized 
influence 
(attributed 
0.710(*) 0.670(*) 0.609(*) 0.691(*) 0.584(*) 0.674(*) 0.621(*) 0.572(*) 0.724(*) 
Idealized 
influence 
(behavioral) 
0.534(*) 0.319(*) 0.408(*) 0.422(*) 0.309(*) 0.485(*) 0.507(*) 0.374(*) 0.475(*) 
Inspirational 
motivation 0.423(*) 0.365(*) 0.350(*) 0.394(*) 0.372(*) 0.463(*) 0.391(*) 0.390(*) 0.441(*) 
/Intellectual 
stimulation 0.626(*) 0.414(*) 0.591(*) 0.589(*) 0.523(*) 0.650(*) 0.552(*) 0.532(*) 0.626(*) 
Individual 
consideration 0.465(*) 0.540(*) 0.499(*) 0.535(*) 0.502(*) 0.548(*) 0.547(*) 0.584(*) 0.592(*) 
Transformational 
leadership 0.678(*) 0.568(*) 0.606(*) 0.648(*) 0.561(*) 0.690(*) 0.645(*) 0.602(*) 0.703(*) 
* Significant at 0.01 level, * Significant at 0.05 level 
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Obtained results show that there is significant positive correlation (r=110, sig=0.01) in the 0.01 Į level 
between transformational leadership and company employee organizational learning. In this regard, 
idealized influence (behavioral) has a correlation of 0.724, individual consideration 0.626, and 
inspirational motivation 0.592 have the most correlation with company employee organizational learning. 
 
Table 5. Correlation of dimensions of Job satisfaction and Organizational learning 
 
ITEM OL1 OL2 OL3 OL4 OL5 OL6 OL7 OL8 Organizational learning 
Nature of work  0.183(*) 0.174(*) 0.21(*) 0.234(*) 0.07 0.154(*) 0.189(*) 0.173(*) 0.223(*) 
Individual growth 0.198(*) 0.089 0.173(*) 0.211(*) 0.091 0.109 0.182(*) 0.190(*) 0.219(*) 
Recognition 0.092 0.189(*) 0.112 0.008 0.05(*) 0.184(*) 0.009 0.111 0.133(*) 
Achievement  0.102 0.109 0.176(*) 0.201(*) 0.042 0.182(*) 0.092 0.105 0.192(*) 
Responsibility 0.235(*) 0.241(*) 0.358(*) 0.273(*) 0.158(*) 0.374(*) 0.246(*) 0.156(*) 0.385(*) 
Job satisfaction 0.196(*) 0.221(*) 0.187(*) 0.145(*) 0.121(*) 0.159(*) 0.178(*) 0.208(*) 0.225(*) 
 Significant at 0.01 level, * Significant at 0.05 level 
 
From the correlation tables it can be seen that there is significant linear correlation between the 
dimensions of organizational learning and factors of job satisfaction. In this regard, responsibility and 
nature of work have the most correlation (r=110, sig=0.01) with organizational learning. 
4.2. Multiple Regression Analysis 
Table 6. Results of regression analysis 
 
Independent variables Coefficient t-value p-value 
Idealized influence 
(attributed) 0.432 6.208 0.000 
Idealized influence 
(behavioral) 0.060 2.114 0.532 
Inspirational motivation 0/012 1.455 0.898 
Intellectual stimulation 0.193 2.592 0.011 
Individual consideration 0.139 2.232 0.131 
R Square = 0.743, Adjusted R2 = 0.553, F-change = 66.061 (.000) 
 
Table 6 reveals the results of regression analysis. Independent variables explained 74.3% of variance 
of organizational learning (F change = 66.061, p<0.01). The result indicates that there are two dimensions 
of tUDQVIRUPDWLRQDO OHDGHUVKLS ,GHDOL]HG LQIOXHQFH DWWULEXWHG ȕ    S DQG LQWHOOHFWXDO
VWLPXODWLRQȕ -0.234, p<.05), which have positively predicted organizational learning. It can therefore 
be proposed that these two dimensions of transformational leadership are directly responsible for creating 
and maintaining organizational learning in an organization.  
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Table 7. Results of regression analysis 
 
Independent variables Co-efficient t-value p-value 
Nature of work  0.423 4.13 0.000 
Individual growth 0.072 2.31 0.532 
Recognition -/014 1.35 0.898 
Achievement  0.093 2.592 0.223 
Responsibility 0.331 5.96 0.001 
R Square = 0.635, Adjusted R2 = 0.498, F-change = 51.610 (.000) 
 
Table 7 reveals the results of regression analysis. Independent variables explained 63.5% of variance 
of organizational learning (F change= 51.610, p<0.01). The result indicates that there are two dimensions 
RI MRE VDWLVIDFWLRQ UHVSRQVLELOLW\ ȕ    S WKH QDWXUH RI ZRUN ȕ 0.38, p<0.01) which are 
positively predicted organizational learning. 
5. Conclusion 
Globalization and technological developments have challenged and evoloved business. In order to 
encounter these business environmental challenges in the 21st century, capabilities and aptitudes are the 
main factors in the survival and success of the organization. Adaptation to problems and current changes 
is difficult, hence organizations are advised to develop and implement active strategies in order to 
forecast future trends and environmental conditions, and execute continuous changes. This research was 
designed with the purpose of obtaining insight on organizational learning development based on 
transformational leadership and job satisfaction. On this ground, it is advised that transformational 
leadership and job satisfaction can aid in tranforming an organziation to an learning organization and 
HQFRXQWHULQJ HQYLURQPHQWDO FKDOOHQJHV 7RGD\ RUJDQL]DWLRQDO PDQDJHUV¶ VW\OH RI OHDGHUVKLS SOD\V DQ
important role in developing organizational learning. Considering environPHQWDO FRQGLWLRQV LQ WRGD\¶V
organizations, it is important for leaders and their followers to continuously learn and share their 
knowledge for the purpose of achieving better performance. This research enable scholars ro gain better 
understading of organiational learning and learn about the role of transformational leadership and job 
satisfaction in developing organizational learning, and aids organizations in recruiting leaders and 
employees that promote organizational learning and possess the skill requirements for developing 
learning organizations (Cavita Singh, 2008). Examining the relationg of organizational learning with 
transformational learning and job satisfaction is the main objective of this research, which in this section, 
we will analyze results with the main objective and secondary objectives in mind. 
Regarding the first section of the research objective (examining the status of transformational 
leadership, organizational learning and job satisfaction in the eyes of the experts of an Iranian car 
manufacturer), findings show that transformational leadership and organizational learning scores in the 
aforementioned organization are higher than average, while their job satisfaction scores are in mid range. 
The second aim of this project is examining the relation of organizational learning with job satisfaction 
and transformational leadership. Research findings show that not only does a positive and significant 
relation exist between organizationl learning, transformational leadership and job satisfaction, but a direct 
relation exists between some of their components. However, a noteworthy consideration in this study is 
that between components of transformational leadership and job satisfaction, idealized influence 
147Seyyed Mohammad Mirkamali et al. / Procedia - Social and Behavioral Sciences 29 (2011) 139 – 148
(behavioral), and achievement and responsibility have the most correlation with organizational learning 
respectively. Regarding the relation between transformational leadership and organizational learning in 
the current research, results of Zagursk et al, (2009), Cavita Singh (2008), Kurland et al. (2010), Rana et 
al. (2010), Leithwood (2005), Sillind (2002), Johnson (2002), Newbury (2008), Kurland (2006), Nowat et 
al. (2004), Amitay (2005),Castiglion(2006)confirm this relation. Shine (2004)  believes that 
transformational leadership and organizational learning are woven together, and in the majority of 
organizations, these two variables are considered essential strategies for change (Newbury, 2008). As 
stated before, a review on related literature show that leadership, especially in its transformational form 
plays an important role in motivating learning, creativity, innovation, and creation and application of 
knowledge. Transformational leadership facilitates organizational learning by means of guidance, 
construct creation, and facilitating activities and intergroup relations, and these two organizational 
variables have a direct and positive relation with each other. Finally, regression analysis results for 
predicting organizational learning from transformational leadership and job satisfaction show that among 
transformational leadership components and job satisfaction, idealized influence (behavioral) and 
individual consideration, and nature of work and responsibility are recognized as the most important 
factors in predicting organizational learning respectively. 
5.1. Applicable recommendations 
Considering obtained research findings, based on transformational leadership and job satisfaction, and 
as a result organizational learning improvement, the following recommendations are given: 
Since idealized influence has more importance and higher correlation with organizational learning 
compared to other factors, as a result, we can attempt the following issues: 
1. By emphasizing on the organization’s vision and mission, and empowering individual, we must 
encourage employees to act based on information, and to support organizational changes. 
2. Leaders by creating a vision in their followers, create commitment to goals, unite employees, fulfill 
their deepest needs, and help them in achieving their goals. 
3. Creating a climate of healthy competition in order to develop potential employee capacities by 
money and moral rewards for individual and groups 
With intellectual stimulation in mind, leaders are advised to: 
4. Encourage employees to provide new solutions by means of awarding new and creative thoughts 
5. Conferring authority and empowering followers 
In order to further reinforce motivational stimulation, transformational leaders are advised to: 
6. Be aware of Pygmalion, meaning that high expectancy regarding followers and conferring 
challenging responsibilities to them will improve performance. 
7. Involving followers in defining future vision, missions, and organizational strategies with the 
purpose of their further participation in achieving goals and optimistic thoughts about the future. 
Leaders can apply the following options in order to improve individual consideration: 
8. Attention to the needs of followers and creating opportunities for reaching higher levels of 
individual growth 
9. Determining individual readiness for participating in educational programs 
10. Utilizing suitable methods and approaches for motivating employees to participate in these 
programs 
11. Preparing the work environment for executing obtained knowledge and providing essential tools 
in parallel with responsibilities 
Finally, it is advised that leaders by creating an organizational learning culture can create a climate of 
trust and collaboration in which organizational members can participate. The power and sufficiency of 
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organizational learning – a place where we can see collaborative learning and sharing among individuals 
– specifies the need for creating collaborative learning. 
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